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Abstract: With growing competition and increasing globalisation, international experience and intercultural 
competence become very important for a performing management. The capacity to act effectively in another culture 
can be developed with an intercultural training programme. To develop such a programme we chose the intercultural 
encounters from the university space. When an organisation, a firm, company or university design a training 
programme for developing the intercultural competence they have to consider use training needs assessment first. To 
have a needs assessment for our intercultural training programme we designed a questionnaire and we applied it to 
foreign students from the Faculty of Veterinary Medicine, USAMV Cluj-Napoca. Analysing the results, we can 
conclude that an intercultural training programme will be very useful for a better adaptation to a host culture, it will 
increase the performance in work, study, communication and well being. 
 
INTRODUCTION 
 
 Romania is now a member of the European Union, which involves more and more the 
trend toward an intercultural business environment. The Romanian managers are exposed to 
intercultural encounters, for example: local firms may export or import, they may be owned by 
foreign firms, or foreign firms may establish subsidiaries. As a result, understanding other 
cultures is more important than ever.  
The first step in effective intercultural communication is the understanding and 
acceptance of differences (Beamer, L. and Varner, I., 2001). That does not mean we have to 
agree with another culture’s viewpoint or that we have to adopt another culture’s values. It does 
mean that they and we examine our and their priorities and determine how we all can best live 
and work together even if we are different. But this is only the first step and only this cannot be 
sufficient for a performing management. Other suggestions for managing cultural diversity 
(Schneider, S.C. and Barsoux, J-L., 1997) are: build face-to-face relationships, create 
international project groups, develop international management training and development, build 
shared values, while encouraging local interpretation and promote divergent values to provide 
seeds for flexibility. 
Hofstede considers that the acquisition of intercultural communication abilities passes 
through three phases: awareness, knowledge and skills (Hofstede, G., 1997). Awareness is where 
it all starts: the finding that the other is different. The recognition that we carry particular mental 
software because of the way we were brought up, and that others brought up in different 
environment carry different mental software for equally good reasons. The next level is 
represented by knowledge. If we have to interact with particular other cultures, we have to learn 
about these cultures. We should learn about their symbols, habits, rituals, traditions; while we 
may never share their values, we may at least obtain an intellectual grasp of their values which 
differ from ours. The last level: skills - are based on awareness and knowledge, plus practice. We 
have not only to recognise the values of the other culture but also to apply them and to experience 
the satisfaction of getting along in the new environment, being able to solve first the simpler, and 
later on some of the more complicated problems of life among the others. A good training in the 
field has to reach all these three levels. 
With growing competition and increasing globalisation, international experience and 
intercultural competence become very important for a performing management. To live and work 
or study in a different culture for a while could be a big challenge for everybody. Multinational 
corporations, for example, recognise that success in a global marketplace depends, to a larger 
degree, on their employees’ ability to deal in the international arena (Fantini, A., 2000) A 
manager can be very performing in his own country but as an expatriate in a different culture can 
operate less effectively. 
To avoid these difficulties, when cultures collide, to minimise the very possible cultural 
shock, to increase the cultural adaptation and to contribute to a performing management the 
organisations use intercultural training programmes.  
 
MATERIAL AND METHOD 
 
Intercultural encounters can take place on the labour market, in international business, in 
international negotiations and also in tourism, in schools or universities. To develop intercultural 
competence through a training programme we choose the intercultural encounters from the 
university space. 
When an organisation, a firm, company or university design a training programme for 
developing the intercultural competence they have to consider performing training needs 
assessment first. A training needs assessment is a tool utilized to identify what educational 
courses or activities should be provided to employees to improve their work productivity or to the 
students to improve their study efficiency. 
To have a needs assessment for our intercultural training programme we designed a 
questionnaire with 11 items and we applied it to foreign students from the Faculty of Veterinary 
Medicine, USAMV Cluj-Napoca. The students are coming from five countries: Israel, Italy, 
Portugal, Sweden and U.S.A. The questionnaire included close-ended and open-ended questions. 
Close-ended questions require the respondent to stay within certain perimeters set by us. Being 
that, the answers are limited but tabulating the data is simple. Open-ended questions allow the 
person to provide more feedback and introduce new ideas that may not have been considered 
initially by us, although tallying the results may be more difficult. That is why we consider that a 
good option would be to include a combination of both close-ended and open-ended questions. 
We included different categories of items: beside identification items the other categories were 
about difficulties they have when coming in Romania and meet the Romanian culture, 
perceptions of the Romanian people, adaptation and especially the need for an intercultural 
training programme. 
 
RESULTS AND DISCUSSIONS 
 
To discuss the results we will analyse the answers on item categories: 
 The first two questions were identification questions: the students were asked about the 
country of provenience, the home university and their year of study. 
 The third question was about how long they intend to spend in the Romanian culture. The 
answers show a period of time between one and six years. 
 The next question investigated the reason why they have come to Romania, to our 
university – an item chosen to analyse the motivational component which could contribute, or 
not, to a better adaptation to our culture.71 % of the students have come on their own choice. 
 The fifth question was an open-ended question about a difficult situation they have faced 
since their coming here. On the first place were mentioned the language difficulties (for 57% of 
respondents), followed by “differences between people of the home-country – host-country”, 
“getting used to the culture”, customs, traditions, not always understanding correctly the 
Romanian’s behaviour, problems with functionaries at the passport office etc. 
 Another open-ended question investigated the perception that internationals students have 
about the personality of the Romanians. They were asked to describe Romanian people by 
enumerating three positive features (qualities) and three negative features (defaults). They agree 
very much about the qualities. With a high frequency they see the Romanians “friendly” (85% of 
total answers) and “helpful” (64%). These qualities were followed, with a low frequency, by 
“resourceful”, “open minded”, “warm”, “sociable”, “energetic” and “cheerful”. No high 
frequency was found in answers regarding the defaults. They were more restraint enumerating the 
bad qualities, although we received answers like: “they are not well organised”, “rude drivers”, 
“agitated”, “with no respect for the environment”, “stubborn”, “smoke too much” and others. 
 The next question was about their need for intercultural training. With a very high 
frequency (85%) they answer that if they had the opportunity to attend an intercultural training in 
our university for a better interaction with the Romanian culture they would do it. 
 We asked them about the duration they think it would be necessary for such training. We 
used here a close-ended question suggesting three answers: three days, one-week and two-weeks. 
Almost everybody chose a one-week training programme. 
 The last question was about what else, besides intercultural training, could help them for 
a better adaptation in our university. With a high frequency (57% of the respondents) they 
pleaded for Romanian language classes. Also, they considered a need for an English curriculum 
and English textbooks. 
 
CONCLUSIONS 
 
 Analysing the results we can conclude that an intercultural training programme will be 
very useful for a better adaptation to a host culture, it will increase the performance in work, 
study, communication and well being. But when we design such a training programme we have 
to focus on all three levels: awareness, knowledge, and especially skills. 
Our study reveals that also the language is important, but, we consider that learning the 
local language can be very time consuming. So, we have to find some other solutions for this 
problem. Language is strongly linked to the way of thought building (Vidal, M., 2005). Language 
can be considered the image of identity. So, it could be very stressful for a foreigner to use 
another language to understand, communicate, think and learn. This can be an important tip for a 
teacher who works with internationals students. For better performance the teacher can develop a 
pedagogical approach which allows the student to use his mother tongue in the process of 
thinking, and which gives him the possibility to communicate in the official language. 
 The needs assessment survey is the first step in developing a training programme. This 
research will continue with the conception of an intercultural training programme for the 
internationals students of the University of Agricultural Sciences and Veterinary Medicine Cluj-
Napoca and then with the evaluation of the programme and of the benefits it brings for the 
individuals and the organisation. 
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